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Abstract 
Is staff diversity in public administration compatible with its internal performance or does it cause 
an obstacle to efficient organisation of administrative processes? The goal of this paper is to assess 
to what extent and under what conditions internal performance of public administration units 
clashes with the goal of achieving internal diversity in terms of multilingualism. The paper is based 
on the assumption that there is an inherent tension between the requirements of “representative 
bureaucracy” in a multilingual context on the one hand and the needs for efficient communication 
among civil servants from different linguistic origins on the other hand. 
Basing ourselves on Patten’s models of communication in multilingual public administrations (see 
Patten: 2001), we analyse different strategies aiming to manage tensions between internal 
performance and internal diversity. Our observations in two offices of the Swiss federal 
administration show that three issues are inherent of these tensions: recruitment, daily multilingual 
practices and the production of written documents. Moreover, the equilibrium between internal 
performance and internal diversity is influenced by three main variables: the proportion of linguistic 
minorities in the office, the overall level of linguistic competencies in the main languages and the 
sensitisation of the directorship in the promotion of the multilingualism. The more these three 
variables are enhanced, the lesser tensions exist between internal performance and internal 
diversity. On the contrary, the more the three variables are restrained, the more linguistic minorities 
are discriminated and the more preoccupations over internal performance prevail. 
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Introduction 
In multinational democracies, adequate representation of the national communities in state 
institutions is an important issue. The Swiss society is made up of four territorially defined 
linguistic communities. Those living in the German speaking region are the majority (71.6% of the 
overall population), the French speaking region accounts for the largest linguistic minority (23.6%), 
while the inhabitants of Italian speaking Switzerland amount to 4.4%. There is also a tiny minority 
(0.4% of the overall population) of speakers of Romanche, located in the mountainous regions of 
south-eastern Switzerland. Several provisions in the Swiss constitution are aimed at mitigating the 
conflictive potential of the language division (Linder 1994: 22 passim). First, there is the design of 
Swiss federalism with its emphasis on the protection of (religious and linguistic) minorities. 
Second, as a statutory right granted to the linguistic communities, German, French and Italian are 
defined as official languages. This means that all official publications need to be tri-lingual and that 
citizens have the right to use either of these official languages in their communication with the 
federal state1. Third, a number of rules define quotas of representation for the linguistic 
communities at various levels of government. This includes the federal public administration, where 
target values have been defined in order to ensure adequate representation of the linguistic 
communities at all hierarchical levels of the public administration: 72.5% German, 21.0% French, 
4.3% Italian and 0.6% Romanche speakers. This linguistic representativeness of the federal 
bureaucracy is viewed as essential to maintain the “linguistic peace” in the Swiss society (see for 
example Andrey: 1988; Ghisla: 1997; McRae: 1983). 
In practice however, these target values are rarely met and German speakers are significantly 
overrepresented among the federal staff, especially at the upper levels of hierarchy. This gap 
between targets and reality is a constant matter of political debate in Switzerland. Especially 
minority representatives have repeatedly called for more efficient promotion of minority 
recruitment in the federal administration. However, these calls often go unheard. Agencies tend to 
claim that staff multilingualism reduces their performance as it increases internal difficulties and 
costs of communication (e.g. for translation). The agencies’ tendency to recruit mono-lingual staff 
is hence often justified in the name of administrative performance. However, research shows that 
staff diversity is not necessarily contradictory to administrative performance. Indeed, potential 
conflicts between these two principles can be reduced by adequate measures of diversity 
management. Several authors even argue that, if well managed, diversity actually improves 
organizational effectiveness (Adler: 1991; Chambers and Riccucci in Selden and Selden: 2001; 
Mathews: 1998; Riccucci: 2002). It can contribute to greater creativity and limits “groupthink”, 
hindering the conception of alternatives due to pressure of the in-group toward uniformity (Adler: 
1991). 
This relationship between performance and staff diversity is the topic of this paper. More precisely, 
we aim to answer the question whether and how linguistic diversity in public administration can be 
                                                 
1
  Due to the very small size of the Romanche speaking community, Romanche does not have the status of an 
official language but is defined as a so-called national language. This means that the federal state is compelled to 
produce official publications in Romanche only when these concern the Romanche speaking community. Romanche is 
not considered as a working language in the federal administration. 
  
4 
compatible with its internal performance, i.e. to assess to what extent and under what conditions 
internal performance of public administration units clashes with the goal of achieving internal 
diversity in terms of adequate representation of linguistic communities. 
Linguistic diversity is not a typical subject of studies on organizational diversity, which concentrate 
mainly on diversity of races, sexes and ages. The lack of diversity studies involving language could 
be explained by the fact that language is often classified in the “second dimension” of diversity. The 
first dimension includes characteristics and individual factors that cannot be modified, like gender 
and race while the second refers to malleable factors, like education and religion (Loden and 
Rosener: 1991). Studies of workforce diversity essentially analyze factors of the first dimension. It 
is true that one can learn new languages. Therefore language can be defined as a malleable factor 
and not be included in analysis of workforce diversity. However, as a consequence of the definition 
of French, German and Italian as official languages by the Swiss constitution, employees of the 
federal state have the right to use either of these three languages to communicate orally or in writing 
with their colleagues and their superiors. Public servants are expected to develop sufficient passive 
knowledge of the relevant official languages but it is not indispensable that they speak them (active 
competences). Indeed, it is very rare that people master a second or third language as well as the 
mother tongue in Switzerland, since the linguistic communities live in distinct territories and 
normally do not use the other official languages in daily life (see for example Froidevaux: 1997; 
Knuesel: 1997; Kriesi: 1997). As a result, language becomes a non-malleable factor. 
Furthermore, as we will see later in this paper, statistics and qualitative observations show that in 
the Swiss federal administration, linguistic difference leads to discrimination and can therefore be 
seen as an individual factor similar to gender, race or age: French and Italian speakers are often 
excluded from upper level positions because they lack perfect German skills. Hence, for the Swiss 
federal public administration it is important that, as Patten (2003: 380) writes, “just as public 
institutions should seek to nullify the effects of class, race, ethnicity, and gender on a person’s life 
opportunities, they should do the same for language”. 
 
In this paper, we seek to identify where and under what form the linguistic tensions between 
internal performance and internal linguistic diversity take place in the Swiss federal administration. 
The paper is divided in two major sections, followed by a conclusion. The first section outlines the 
theoretical perspective and methodology used. The approach is centered on the hypothesis that 
tensions between internal performance and internal linguistic diversity derive from two different 
models of communication and language recognition present in multilingual public administrations: 
language rationalization and official multilingualism (see Patten: 2001). This approach is useful for 
our purpose because in these models it is possible to analyze the inherent tensions between internal 
performance and internal diversity in the field of multilingualism. This part concludes with the 
description of the methodological approach we have chosen to analyze this topic, i.e. a qualitative 
approach based on two case studies of two offices of the Swiss federal administration. 
The second section presents the results of two in-depth case studies conducted in two agencies of 
the Swiss federal public administration. We try to understand which of Patten’s theoretical models 
is dominant in the two offices under scrutiny and, second, uncover the tensions between internal 
performance and internal diversity manifest in these two offices, as well as identify strategies 
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formulated to resolve these tensions (adoption of formal or informal rules, instruments adopted by 
the singles offices, office’s culture, etc.). This second section is divided in two parts. First, we will 
propose a brief description of the two chosen offices. Second, we will analyze three main issues 
where these tensions are present: the recruitment process, the daily multilingual practices between 
public servants of different languages and the process of written documents. 
The conclusion will summarize the contributions of these results to the more general debate on the 
relationship between diversity and performance. 
 
1. Theoretical perspective and methodology 
1.1. Three theoretical models of communication in a multilingual context 
In an article on the organisation of communication within public organisations in a multi-lingual 
context, Patten (2001) has identified different ways of how public servants belonging to diverse 
linguistic communities can communicate with each other, and offers several solutions to manage 
multilingual communication in public organisations. According to Patten, multilingual practices in 
public organisations cover three different dimensions. The first – communication – emphasizes on 
the need of mutual comprehension between public servants of different languages and on their 
ability to converse easily. The second dimension – symbolic affirmation – stresses the importance to 
recognise more than one official language in order to guarantee the possibility to conduct public 
affairs and to obtain public services in the main languages of the State. This recognition is 
important as a sign of consideration and respect of members of the various linguistic communities 
and supports the development of language diversity as a value of common identity. The third 
dimension – identity promotion – adds the prominence of a clear promotion of minority languages, 
particularly important for the most vulnerable communities whose language is not often used in the 
political, economical and social life. 
Contingent on the weight given to each of these dimensions, Patten distinguishes three ideal typical 
models of multilingual practices in public administrations. The model of official multilingualism 
covers the interest of symbolic affirmation and constitutes a compromise solution between 
communication and identity promotion. The model of language rationalization emphasizes the 
interests in communication as a means to attain a performant public service with a better 
communication between public servants. Finally, language maintenance stresses the importance of 
identity promotion in order to defend linguistic minorities. 
1.1.1. Official multilingualism 
In a regime of official multilingualism, minority languages are recognised, i.e. these languages get 
the same recognition as majority languages. Concretely, they can be used in public, political, social 
and economical life in the same way as the other languages. This solution is made possible by 
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systematic translations and by giving the right to public servants to use their native language at 
work. 
Several criticisms have been addressed to this model. On the one hand, it is criticised that it 
encourages too much linguistic diversity in spite of promoting one or two work languages and 
generates too many costs in terms of translations, personnel and time. On the other hand and in an 
opposite point of view, official multilingualism is considered inefficient because it does not 
encourage enough the participation of linguistic minorities. According to this second criticism, 
official multilingualism should promote language diversity and claim to a preferential treatment of 
members of these communities in order to protect these threatened languages. These two objections 
constitute a challenge to the official multilingualism. Therefore, Patten develops two alternative 
models, one responding to the first criticism, the other to the second. 
 1.1.2. Language rationalization 
This model insists on the necessity to promote an unique language in the linguistic practices 
between public servants. Members of linguistic minorities are expected to use the majority language 
in their oral and written work. Thus, they have to master perfectly this language to participate in the 
work process. Supporters of this model consider that this linguistic convergence produces several 
advantages. First, social mobility is encouraged for linguistic minorities because they know also 
other languages and are consequently able to obtain good work opportunities. Second, the language 
convergence promotes democratic deliberation as all persons communicate in the same language. 
Third, it creates a common identity because the community is based on one unique language 
generating one general identity of the society. Finally, this linguistic convergence promotes the 
efficiency of the public sector by reducing the costs of translations and the time for written 
production. Thus, this model supports a unique (or at least two) working languages and encourages 
members of linguistic minorities to learn the main language. 
This model presents several weaknesses, notably its incapacity to reach the above-cited advantages. 
In fact, it ignores that the large part of population learn and communicate in more than one 
language, even if not perfectly. In that sense, democratic deliberation and social mobility are not 
prevented by multilingualism. Moreover, it is not sure that the promotion of an unique language  
favours a common identity: “paradoxically, the best way to promote a common identity is 
sometimes to allow difference to flourish” (Patten, 2001: 705). 
 1.1.3. Language maintenance 
The third model suggested by Patten considers that the official multilingualism is inefficient to 
defend minority languages because equal recognition is not enough to ensure the use of both 
minority and majority languages. A “positive discrimination” should be adopted in order to 
encourage the use of minority languages in social, public and economical life. Otherwise, 
vulnerable languages risk to lose their vitality and to disappear in a brief time. 
This model is criticised because it cannot be implemented in all situations and its instruments 
require many resources. Patten thinks that it could be adopted only in cases where the minorities are 
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earnestly vulnerable and where a “non action” could lead to a real discrimination to these 
communities. 
To summarize, there is a clear tension between the model of language rationalization and the two 
others because the first conceives language as only a means of communication, while the others 
consider it as a value in itself. 
 
The Swiss Federal administration inserts itself clearly in the model of official multilingualism, 
notably by the recognition of three official languages and the possibility given to public servants to 
choose the language of their preference at work. However, it is often maintained that these rules are 
not always respected and that internal performance prevails over internal diversity. 
Hence, we have conceptualized the discussion concerning the tension between internal performance 
and internal diversity of public administrations through the coexistence of language rationalization 
and official multilingualism, the first supporting the internal performance and the second the 
internal diversity. 
 
1.2. Methodological approach 
Research questions derived from these three theoretical models have been investigated in two case 
studies of two offices of the Swiss federal administration. The case studies rely on qualitative data, 
collected during a three-month period of participant observation spent as interns in the two offices 
under scrutiny in late 2007 respectively early 2008, as well as thirty in-depth interviews conducted 
with staff members at various hierarchical levels in both offices. 
The two offices under scrutiny are contrasted in terms of linguistic representativeness of their staff. 
The decision to choose two offices whose staff is contrasted in terms of linguistic representation 
follows from the hypothesis that multilingual practices within an organisational entity depends on 
the number of linguistic minorities represented therein. Based on personnel statistics, we assessed 
the representation of linguistic minorities in all federal offices of the Swiss public administration. 
Thanks to this operation, we obtained a certain number of offices presenting a contrasted 
representation of the three communities. Among them, we chose the Federal Legal Office (FLO) 
and the Federal Finance Administration (FFA), because they are two of the most crucial offices in 
the Swiss federal administration: they normally are involved in every legislative process; the Legal 
Office controls the lawfulness of the decisions and the Finance Administration assesses the 
financial aspect and the economical feasibility. The FLO presents an adequate representation of 
linguistic minorities, i.e. the proportion of French and Italian speakers among the staff more or less 
corresponds to the proportions found in the general population. In contrast to that, the FFA is 
clearly dominated by German speakers. 
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2. Multilingual practices in the Swiss federal administration 
2.1. Presentation of the two offices 
The representativeness of a bureaucracy can be assessed by considering the extent to which the 
distribution of personal attributes of the staff of administrative entities corresponds to the 
distribution of these same attributes in the general population (Wise: 2003). In Switzerland, German 
speakers constitute the greatest community, French the largest minority, followed by Italian and 
Romanche (see table 1). 
Table 1 compares the distribution of the three official linguistic communities in the two offices with 
the linguistic regions in Switzerland. German and French communities are quite satisfactorily 
represented in the FLO while the FFA presents a disproportionate overrepresentation of German 
community. The Italian community is largely underrepresented in both cases2. 
 
Table 1: Representation of language communities in the Swiss language regions in the FLO and the FFA 
 
 Language region 
2000 
FLO staff (all 
salary classes) 
2007 
FFA staff (all 
salary classes) 
2007 
German 71.6 % 76.9 % 88.6 % 
French 23.6 % 21.5 % 9.9 % 
Italian 4.4 % 1.6 % 1.6 % 
Romanche 0.4 % - - 
Source: Office fédéral de la statistique (Recensements fédéraux 1990/2000) and Office fédéral du 
personnel (Statistiques du personnel 2001-2007) 
 
Table 2 is more detailed than table 1 and presents data of the two offices divided by salary classes. 
In this way, we can assess the representativeness of the two offices at all levels of the hierarchy and 
see the quota for the highest classes, those with the highest salary and responsible for the most 
important decisions of the office, including staff representation and linguistic rules. 
                                                 
2
  We chose the FLO even though the Italian community is not represented as well as its presence in the society. 
In fact, there is no office where both Italian and French speakers are well or overrepresented at the same time. 
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Table 2: Mother tongues of the staff of FLO and FFA, by salary classes 
 
FLO 2007     FFA 2007    
Salary classes German French Italian  Salary classes German French Italian 
Classes 01 - 11 29 87.9 % 
3 
9.1 % 
1 
3.0% 
 Classes 01 - 11 8 100% 
0 
0% 
0 
0% 
Classes 12 - 17 32 84.2% 
5 
13.2% 
1 
2.6% 
 Classes 12 - 17 50 90.9% 
4 
7.3% 
1 
1.8% 
Classes 18 - 23 22 66.7% 
11 
33.3% 
0 
0.00% 
 Classes 18 - 23 33 97.1% 
1 
2.9% 
0 
0% 
Classes 24 - 29 103 74.6% 
33 
23.9% 
2 
1.5% 
 Classes 24 - 29 120 83.9% 
19 
13.3% 
4 
2.8% 
Classes 30 - 38 10 76.9% 
3 
23.1% 
0 
0% 
 Classes 30 - 38 14 93.3% 
1 
6.7% 
0 
0% 
Highest salary 
class 
1 
100% 
0 
0% 
0 
0% 
 Highest salary 
class 
0 
0% 
0 
0% 
0 
0% 
Source: Office fédéral du personnel (Statistiques du personnel 2001-2007) 
 
The linguistic communities are quite well represented in the FLO. First, German speakers are in 
general overrepresented in all the salary class categories, excepting the classes 24 to 29, where the 
French speakers are largely overrepresented. Second, French speakers are present in all salary 
classes (but not in the highest category, where only one person is present). It is interesting that their 
part is small in the lowest classes but their presence is overrepresented in the three last classes, 
where there are important posts with decision power. Finally, Italian speakers are largely 
underrepresented in all classes and particularly in the highest classes, where there are no Italian 
speakers. 
The FFA, on the contrary, presents an overrepresentation of the German speakers, noticeable in all 
salary classes. With the exception of the fourth category, where French and Italian speakers are 
relatively well represented, the other classes show a rate higher than 90% of German speakers. Like 
in the FLO, the Italian speakers are almost absent and the hierarchy is largely dominated by German 
speakers. 
 
2.2. Three tensions between internal performance and internal diversity 
In the two offices under scrutiny, tensions between internal performance and internal linguistic 
diversity emerge from three issues essential for multilingualism in public organisations: recruitment 
processes, daily multilingual practices between public servants of different languages, and the 
production of written documents. These three issues are particularly important for our purpose 
because problems of discrimination of linguistic minorities may occur during these processes. As 
we will see, the treatment of these issues is determined by related elements influencing themselves 
mutually, forming vicious or virtuous circles, depending on weather they tend to promote one 
unique working language (and this in contrast with official rules) or weather they seek to promote 
official multilingualism. We hypothesize that the proportion of linguistic minorities, the linguistic 
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competencies of the staff and the perception of the directorship influence largely the direction 
undertaken by the circle. 
2.2.1. Recruitment process 
Recruitment has a key role in the regulation of workforce diversity, including multilingualism. It 
constitutes the first step of the promotion of multilingualism because it can directly enhance the 
proportion of linguistic minorities. Human resource personnel have two main tasks in “diversity 
management”, which in our case means “management of multilingualism”. First, they have to 
recruit diverse (multilingual) workforce and second, they have to develop strategies to effectively 
manage diversity (multilingualism). 
The first task, recruitment of (linguistically) diverse personnel, is linked to the fact that recruitment 
procedures in public administrations have to respond to criteria of representativeness of the 
different societal groups (Gagnon et al.: 2006; Meier and Hawes: 2006; Rosenbloom and Dolan: 
2006; Wise: 2003). In the Swiss federal administration, they have to be in accordance with the 
Instructions for the promotion of multilingualism published by the Federal Council (CF: 2003): 
each linguistic community is to be represented proportionally to its weight in overall society. These 
recruitment criteria have to be taken into consideration during the whole career of the public 
servants whose representativeness has to be constant at all hierarchical levels. This « passive 
representation » can lead to an « active representation », meaning that the public servants not only 
represent but favour their group of origin during their administrative tasks (Gagnon et al.: 2006; 
Meier and Hawes: 2006; Rosenbloom and Dolan: 2006; Wise: 2003). Concerning the Swiss federal 
administration, active representation of recruiters could lead to favouring groups of their own 
linguistic community. 
The second task, managing a (linguistically) diverse workforce, is linked to the results of analyses 
of workforce diversity showing that workplace diversity needs effective management and support of 
the higher hierarchical levels (see for example Adler: 1991; Erdönmez: 2004; Naff: 1998; Riccucci: 
2001; Selden and Selden: 2001). It is not enough to hire staff from different communities but their 
integration has to be organized. 
 
In order to recruit a linguistically diverse workforce, an adequate recruitment-base with candidates 
of all language groups has to be at disposition. Of course, there will be more Swiss German 
candidates for every advertised post, simply because they are the majority. In the FFA, the analyses 
of lists of candidates for the posts opened during the observation period conclude that there is no 
problem of representativeness of French speakers in the recruitment-base; there is even a slight 
over-representation of French speaking candidates. However, almost no Italian speaking candidates 
apply for jobs. It is very interesting that nearly half of the respondents for an internship were French 
speakers. The two only posts for which no members of linguistic minorities applied were in the 
field of information technology (computer support and software development). The same 
consideration can be made for the FLO: the only post attracting Italian speaking candidates 
mentioned the requirement of good language skills in Italian. Only German speaking candidates 
applied for a post concerning logistics. For most other posts, French speaking candidates were over-
represented. 
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In the FFA, the personnel service has a key role in the organization of the recruitment. Its members 
organize the interviews, publish the job advertisements and are present at each job interview. In the 
end, the director of the department within the FFA that seeks to fill a vacant position is responsible 
for the final decision on candidate selection. In the FLO, the personnel service has essentially 
administrative tasks and is not always represented during the interviews, led essentially by the 
directors of the departments that opened a recruitment process. The personnel service of the FLO 
employs German speakers and a bilingual person. In the FFA, it contains only Germans speakers. 
According to a model of language rationalization, German speaking candidates will be preferred 
because communication is easier when everybody has excellent skills in the language of the 
majority. In a model of official multilingualism, all official languages are given the same 
importance, and language is not a selective factor. 
 
An important difference between the two offices is that in the FLO a great part of jobs requires 
good skills in French or Italian because the functions imply close contact with authorities and 
citizens in the different language regions. Another reason is that some laws are conceived in 
collaboration with French speaking and German speaking jurists; good skills in both languages are 
therefore needed. That way, linguistic rationality in the FLO implies internal multilingualism. The 
language of the future employee is often determined by the tasks she or he will have to fulfil within 
the FLO and, thus, a “natural” language promotion takes place. 
This is not the case for the majority of jobs in the FFA, where language rationalization means 
minimization of multilingualism. The FFA does communicate less often with authorities and 
citizens in the different language regions, and when it does, its object of communication (basically 
numbers about financial volumes) does not require high levels of linguistic skills. Few are the 
departments where French or Italian skills are required. Therefore, the role of the personnel service 
and the regulation of multilingualism through recruitment are even more important in the FFA: 
because there is a “natural” trend towards unilingualism, preference should be given to applicants 
from the minority language regions. However, this is actually not the case. For many jobs, German 
speakers are preferred because they are seen as contributing to ease overall communication in the 
office and as more convenient collaborators to German speaking top executives and for overall 
communication in the office. Very illustrative examples are the answers given by top executives in 
the new questionnaire of the FFA that has to be filled in before every new job opening. Among 
other questions, they have to say if the post would also be convenient for a French or Italian 
speaking person. By these means, recruiting directors should be reminded of their responsibility to 
enhance linguistic representativeness and promote the hiring of linguistic minorities. Most of the 
vacant positions advertised in the three-month observation (10 out of 12) have been considered as 
not suitable for non German speakers. Some reasons given are contrary to the statutory rights 
granted to French and Italian speakers, and it is interesting that they are not even refuted by the 
personnel service, as for example: “the post needs intensive exchange with all units of the FFA, 
therefore excellent German skills are needed”, “the hiring of a French or Italian person would not 
be a relief for the director”, “the agency has already enough francophone economists”, “the tasks 
cannot be accomplished satisfactory without excellent skills in German”. 
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In both offices, Italian is only used by Italian speakers whose work requires contact to Italy or the 
Italian speaking part of Switzerland. The Italian skills of their German or French speaking 
colleagues are very poor and it is expected that Italian speakers have excellent skills in German or 
French3. Italian is never used during meetings or in internal communications. This under-use of this 
language does not incite recruiters to undertake efforts to improve its presence, as the basic 
conditions are not enough developed: their proportion is very small and the competencies in this 
language of German and French colleagues are limited. 
 
In terms of minority employment, the recruitment process observed in the FFA can therefore be 
seen to follow a vicious circle, composed of three elements: perceptions of recruiters, recruitment-
interviews in German and language profiles advertised in job announcements. The first is central 
and has a strong influence on the two others. 
Perceptions of recruiters 
As we have seen, recruiters do not often choose French or Italian speakers. Partly, because 
recruiters think that for certain jobs, German is essential. Furthermore, because they think that non-
German speakers will have difficulties to integrate in the workplace. This thought is typical for 
recruiters adept to the model of language rationalization. Because they do not perceive that they 
have an important role to play in the promotion of multilingualism, they give the priority to 
effective communication. Moreover, preferential treatment of candidates of linguistic minorities is 
considered as unfair, as it would exclude the majority of candidates. However, the more German 
speakers are hired, the more the circle is reinforced: the more the environment becomes German 
speaking, the more language will be rationalized towards an all German policy and the less 
members of the minorities will have a chance to be hired. 
Furthermore, authors mention an unconscious mechanism of “cooptation” (e.g. see Gorman: 2005), 
according to which recruiters give the preference to candidates of their own origin or sex (Naff: 
1998). This mechanism has not been analyzed in the FFA because it was not possible to compare 
the recruitments of French or German speaking recruiters; in this office, only one recruiter was 
French speaking. In the FLO, such parallels were not observed. However, there was a clear 
tendency of the German speakers to classify the CVs of French speaking candidates as more 
confused and unclear than the German ones. This could be an indication that cultural differences 
between recruiters and candidates may exist. These observations show that it is very important to 
ensure multilingualism in the higher hierarchy and in the personnel services so that minorities also 
take part in the recruitment process. 
Recruitment-interviews conducted in German 
Another element of the vicious circle concerns the conducting of recruitment interviews. 
Particularly the all-German recruiters of the FFA influence the linguistic context right at the 
beginning of the first job interview which is normally held in German. The explanation is that 
recruiters refer to the statutory right of federal employees to «  speak their own language ». That 
                                                 
3
  These high linguistic competencies of Italian speakers are explained by the fact that until 1995 there was no 
university in the Italian part of the Switzerland (nowadays there are some faculties) and that they had always to travel to 
the German or French part of Switzerland to accomplish some university studies. 
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means that a candidate of French or Italian group is confronted to questions asked in German, but is 
allowed to answer in French (but not Italian).However, it is not surprising that most candidates 
choose not to speak French; first, bilingual conversations sound often awkward to people who are 
not used to this practice, and second, it can be assumed that during interviews, candidates want to 
give the best impression possible and answer in the language that they are addressed to. 
Therefore, this system leads to a first discrimination: the German skills of the French and Italian 
speakers are known right away, whereas German speakers’ skills in a second official language are 
not tested at all. Insufficient German skills of non-native German speakers are an obstacle to 
successful engagement, whereas deficient French or Italian skills of native German speakers are 
not. Furthermore, by omitting to test the linguistic competencies of the native German speakers, 
recruiters sabotage multilingualism on the workplace, because sufficient passive knowledge of all 
official languages is not assured. 
Linguistic profiles in job announcements 
An important task of recruiters in the promotion of multilingualism is personnel research through 
announcements. These contain the most important elements of the searched profile. 
All job announcements of the FLO require “good” or “very good” language skills, while most of 
those of the FFA (14 out of 26) do not mention the requirement of language skills in a second 
official language. For example, the two departments of the FFA that hire extremely few staff from 
language minorities (three persons among both departments), mention language skills very rarely in 
the job announcements. During the period of observation we have learned that in these departments 
German speaking collaborators have no linguistic competencies in the minority languages and that 
multilingual practices in the departments are not the rule. According to recruiters of these 
departments, it is difficult to work in these departments when one has only poor German skills 
because there are very complex terms that have to be known in German. 
Even if the criteria in the job announcements may not have as great a signification as the interview, 
it is probable that an announcement that is not requiring competencies in another language appeals 
also to German speakers with no skills in French. As we have pointed out before, applicants without 
German-skills are often excluded straightaway, but not those without French-skills (not to speak of 
Italian-skills, which are extremely rarely asked for). “Language neutral” announcements attire also 
only-German speaking candidates, which have a chance to pass the interview and to contribute to 
the “germanisation” of the office. 
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The graph below summarizes the dynamics of the recruitment process. 
 
Graph 1: Vicious circle reducing French and Italian speakers in the FFA 
 
 
 
 
Italian speakers in the FLO and Italian and French speakers in the FFA are not particularly 
requested for jobs. This attitude leads to a weakening of the linguistic minorities. Statistical data on 
federal staff shows that Italian speakers in the FLO and French and Italian speakers in the FFA have 
considerably decreased from 2001 till 2007. During the same period, German speakers increased 
(FFA) or remained stationary (FLO)4.  Thus, it can be assumed that the global decrease of public 
servants (due to the economical measures adopted by the overall administration in these last years) 
essentially harms the Italian speakers and, secondarily, the French speakers. 
 
The recruitment process can also be characterised  by a virtuous circle if the three basic conditions 
mentioned in the vicious circle are met, i.e. the high proportion of French speakers, the high 
linguistic competencies of public servants in French and German and the sensitisation of the 
directorship.. This is the case in the FLO. There is a representative quota of French speaking 
recruiters, top executives as well as scientific collaborators have good linguistic competencies 
(essentially of German and French) that allow every employee to use its own language and to be 
                                                 
4
  Between 2001 and 2007, the number of French speaking collaborators in the FLO decreased from 66 to 55, the 
number of Italian speakers from 14 to 4 and the number of German speakers from 217 to 197. In the FFA, the number 
of French speakers increased from 23 to 25, the number of Italian speakers decreased from 9 to 4 and the number of 
German speakers increased from 198 to 225. 
  
15 
sure to be understood and the directorship is aware of the importance of a linguistically diverse 
workforce. 
The virtuous circle is started by the fact that FLO needs the two languages to execute its tasks and 
that in some units bilingual work practices are favoured, particularly during the formulation of new 
laws. This last element is a clear sign of promotion of multilingualism, as evidently, laws also could 
be formulated in German and then translated into French. In this workspace, problems of integration 
of minorities are not perceived, as multilingualism became a routine to which public servants are 
confronted every day. Thus, a new collaborator has the same conditions of integration, be it a 
German or a French native speaker. 
The presence of French speaking recruiters influences the three major elements regarding the circle 
of recruitment, i.e. the perception of recruiters, recruitment interviews and linguistic profiles in job 
announcements. 
Concerning the first element, we have observed that French speaking recruiters, in contrast to their 
German speaking colleagues, are more attentive to the question of multilingualism. In the 
recruitment interviews, French recruiters speak French with German speaking candidates. That way, 
language skills of German candidates are also tested. This means that the risk of future collaborators 
with no competencies in a second official language is prevented. Finally, the linguistic profiles of 
job announcements adopted in the FLO constitute filtration mechanisms hindering affinities 
between candidates and recruiters of the same language. Specific linguistic criteria and clear 
linguistic profiles constrain the recruiters to attain to them during the selection of candidates and to 
limit such processes.  
Through these mechanisms, the recruitment of linguistic minorities is ensured and recruiters look 
for candidates with high linguistic competencies in both French and German, as the workspace is 
mixed and the bilingual work practices are frequent. This contributes to maintaining the 
multilingualism and to constantly recruit candidates of the two linguistic communities. 
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Graph 2: Virtuous circle promoting French speakers in the FLO 
 
 
 
 
2.2.2. Daily multilingual practices 
Multilingual practices constitute a central issue to analyse tensions between internal performance 
and internal diversity of the public administration and to investigate under which conditions official 
multilingualism or language rationalization appear. 
For communication within the Swiss federal administration, the statutory rights granted to the 
linguistic communities imply that every federal employee can use his or her native language during 
work and that some passive competencies in at least one second official language are required (CF: 
2003). These rules clearly follow a logic of official multilingualism. In the following, we try to see 
if these rules are respected or if on the contrary other mechanisms indicate the predominance of 
language rationalization. 
Every day, federal employees communicate with their colleagues at work but also during informal 
moments (coffee breaks, etc.); during these moments it is possible to know if there is a 
discrimination of linguistic minorities and a domination of German or if symbolic efforts are taken 
to promote multilingualism. This is analysed through the observation of language use, essentially by 
linguistic minorities (i.e. if they change their language or if they can use it during their work). 
Our observations and interviews with public servants in the two offices under scrutiny suggest that 
multilingual practices in the FLO are characterised by official multilingualism, at least for German 
and French while the FFA is characterised by an overall pressure towards language rationalization. 
Italian in the FLO does not benefit from the same conditions as French and is not used during daily 
work. 
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As seen before, the proportion of linguistic minorities in the office, the linguistic competences of 
public servants and a directorship attentive to multilingualism constitute the starting point of the 
circles. In the case of a virtuous circle, these conditions are exalted and renew themselves mutually. 
 
Graph 3: Virtuous circle promoting multilingual practices in the FLO 
 
 
 
 
This situation occurs in the FLO, with some exceptions. In general, all employees who hold an 
university degree (scientific collaborators, top executives, department directors) have very good 
passive knowledge of at least one other official language and a large part of them also has quite 
respectable active skills. These two conditions influence themselves mutually: the high proportion 
of French speakers implies the use of French by a large part of public servants and this language is 
present in the daily life of the office. As a consequence, German speakers develop their 
competencies in this language even more. 
The majority of the directorship is not particularly receptive to the question of active promotion of 
the multilingualism but at the same time supports the recruitment of members of linguistic 
minorities for the needs of the work. In spite of their disinterest to the promotion of 
multilingualism, some members of the directorship are particularly attentive to this question and 
promote actively multilingualism by systematic recruitments of members of linguistic minorities 
and by the creation of mixed work teams. 
This starting situation implies that French speakers use their language in their work because they 
are certain to be understood by colleagues. This is particularly true during meetings and work 
debates but also during more informal moments, at coffee breaks and office outings. However, the 
efforts required to members of linguistic minorities are higher than for German speakers, because 
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the work place remains yet dominated by a majority of German speakers and French and Italian 
speakers are more often confronted to German than the contrary. Thus, if it is true that the 
comprehension between public servants belonging to different languages is guaranteed, the efforts 
for members of minorities are higher. 
Thanks to these conditions, there is a general sensitisation for the improvement of multilingualism, 
considered as a constitutive feature of the office. Furthermore, inertness has grown and reproduces 
this tendency: public servants are used to work in mixed teams and to be confronted daily to other 
languages. This habit is immediately transmitted to new collaborators. In sum, this mixed work 
space derived from a high proportion of French speakers and high linguistic competences of 
German speakers implies a “non perception” of the problem of multilingualism. 
Additionally, we have observed that French speakers working in the most mixed units claim their 
statutory rights the most intensely. This might be explained by the fact that they are in a sufficient 
number (critical mass) to make themselves heard. The adoption of several instruments to improve 
multilingualism in the daily work undertaken by the directorship may be understood as a means to 
anticipate these claims. One example is the Intranet of the office that is completely bilingual 
(German-French) or the bilingual internal communications from the directorship (invitation to 
official occasion of the office, announcement of new collaborators, etc.). This constitutes a 
symbolic effort to promote multilingualism, because in general the content of these documents or 
information are simple and already quite clear in German (also because members of linguistic 
minorities have good passive competences in German). 
As a consequence of these above mentioned elements, the office holds a multilingual image in the 
eyes of its staff, but also in regards of the extern partners (citizens and cantons in the minority 
regions notice the high number of collaborators speaking their language or with good linguistic 
competencies). 
 
This virtuous circle has been identified for German and French speakers in the FLO, but the 
situation for Italian speakers of the FLO and for both linguistic minorities in the FFA is 
considerably different. In these cases, these languages are largely underused, mainly for the 
following two reasons. On the one hand, the proportion of people who speak them is very small so 
that they do not attain the critical mass allowing them to use their language with colleagues. On the 
other hand, the linguistic competencies in Italian of German and French speakers are very low, 
while Italian speakers have very good competencies in German and/or in French, not only passive 
but also active. The same situation prevails for French and Italian speakers in the FFA. 
In the FFA, the interviews with public servants who are native French or Italian speakers suggest 
that they tend to speak German when they want to be sure to be understood arguing that their 
German speaking colleagues do not understand their language very well. Thus, they follow a logic 
of efficiency. Yet, not only are they always confronted to the majority language, but they also have 
to provide an additional effort and speak German actively, in order to integrate themselves in the 
workplace. It is interesting that members of the minorities themselves interiorize this discourse and 
reproduce it, arguing that they work in a German speaking environment and that they have to adapt 
in the same manner as also German speakers surely would if they would work in another linguistic 
region. 
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The recognition of their rights is not claimed for many reasons. On the one hand, they are used to 
this discrimination since they work there: the situation has always been like this. On the other hand, 
they interiorize the thought that using other languages betters their linguistic competences and 
improves their career opportunities. At the same time, the directorship does not undertake 
significant measures to improve the use of minority languages. It is interesting to observe that in the 
FLO the Intranet and the main staff communications are in German and French. In the FFA these 
are only in German. This is an example that the FFA has made no symbolic efforts to promote these 
languages, showing a clear logic of language rationalization: because the costs to realize symbolic 
measures are thought to be too high, practices are based on a good comprehension of the majority 
language. 
The next diagram illustrates this vicious circle. 
 
Graph 4: Vicious circle reducing multilingual practices in the FFA and in the FLO with Italian 
 
 
 
 
2.2.3. The production of written documents 
The third circle we have identified concerns the process of written production, an important issue 
because it constitutes a large part of the work of federal employees. Even if these moments are not 
particularly multilingual – written tasks are often individual – they give important information 
about the language used by each employee. Thus, written practices can contribute to reinforce or 
weaken the predominant linguistic model of an office. In the Swiss federal administration, this 
process is determined by three different mechanisms. 
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First, according to the official rules every employee has the right to use his own language at work, 
orally or in writing. What is interesting for our purpose is to see if this right is respected or if 
members of linguistic minorities have to change languages when they write. Next to this, all official 
and binding documents (texts of law and those intended to the exterior as official documents, 
divulgation material, etc.) have to be translated into the three official languages and published at the 
same moment. The three versions have the same legal value. The great number of translation 
services of the Swiss federal administration assure these translations. In order to avoid the need of 
too many translations and as public servants are expected to understand a second official language, 
internal texts (working texts, personnel communications, etc.) do not have to be translated . . 
Second, especially for the conceptions of laws, it is frequent that the first version of a text circulates 
among several public servants who modify and improve the text. Thus, it happens frequently that an 
original text in French is modified during this circulation and becomes a German text because it has 
been completed by German employees. Some French speaking public servants have told us that 
they have to fight to maintain their original text in French. 
Third, the translation services assume an important role in the promotion of multilingualism 
because they offer the possibility to every public servant to use his own language. However, they 
are often submerged owing to too much work, notably because of personnel shortages. Sometimes, 
they allocate translations to private translation services, but externally made translations are often 
considered of meagre quality. Thus, it happens repeatedly that employees of the offices, especially 
French or Italian speakers, have to make translations themselves. 
 
Taking these considerations into account, it is now possible to describe the circle of written 
production. As for the two other circles, the proportion of linguistic minorities, the linguistic 
competencies of public servants and the role of the directorship influence the direction undertaken 
by the circle, i.e. towards official multilingualism or language rationalization. In this circle the 
perception of multilingualism of the directorship and of the top executives as much as their 
linguistic competencies have an especially important influence on the languages used by their 
collaborators. The language preferred by directors determines the language used by their 
collaborators, as the latter have to provide their texts to them: only good linguistic competencies of 
the top executives in the minority languages allow French and Italian speakers to use their language 
at written work. Thus, a representative hierarchy whose members have good linguistic 
competencies in minority languages (at least passive competencies) favours the use of minority 
languages. 
This is not the case in the FFA, where the whole directorship is composed by German speakers. 
Their members have not particularly high competencies in French and none in Italian. In the FLO, 
even though the whole directorship is composed by German speakers, they all have very good skills 
in French and some also in Italian. During the period of observation in both offices, we have 
observed that many scientific collaborators in the FFA produced all their texts in German, also 
members of French and Italian language groups, while in the FLO the law texts were produced in 
German and French (Italian speakers used one of the other two languages). Thus, we can assert that 
in the FFA the model of language rationalization prevails, whereas in the FLO official 
multilingualism (except for Italian). 
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The vicious circle characterising the FFA and the situation of Italian in both offices starts from the 
observations that the proportion of minority groups as much as the lack of language skills of 
members of majority groups (notably the superiors) do not allow collaborators to use their language 
during their written work. The directorship is not particularly attentive to this aspect and tries to 
justify this no-use of Italian and French by the fact that excellent skills in German are necessary to 
produce a text of a high quality. In the directors’ opinion, members of linguistic minorities cannot 
have perfect skills in German as this is not their native language and in consequence they cannot 
produce a good text. This is particularly true for Italian speakers in the FLO: a member of the 
direction asserted in the interview that he could not assign an important project to Italian speakers 
owing to their imperfect written skills in German or French. Their texts would thus have to be 
revised by another collaborator, causing a loss of time. Besides, French and Italian is not understood 
enough by the other collaborators: some French speaking scientific collaborators of the FLO have 
reported that their superiors understand the general content of their texts written in French, but that 
slight nuances are not perceived. For example, the supervisor of an important law project agreed 
with its content in French, but had many remarks after the final text was translated into German. 
Thus, the important projects and the urgent texts or those intended to the department leader (in both 
offices these are Swiss Germans) are in general assigned to German collaborators. That way, fewer 
translations are needed5. Moreover, we have learned that in some units of the FLO, French 
collaborators are associated to teams of German colleagues essentially to do the translations of the 
texts; the translation service is often submerged and they had bad experiences with external 
translations. What it is interesting about this, is that the French speakers have interiorised this 
discourse and prefer to do the translations themselves rather than giving them to an external service; 
they know the technical terms and are sure to produce a translation of high quality. Furthermore, top 
executives working with French jurists are doubly penalized: on the one hand, they have to organize 
the timing and the budget of the project in advance in order to plan the necessary time for the 
translation in German; on the other, notably for texts for department leader, they have to “sacrifice” 
a German jurist to do the translation, because there is not enough time to use the translation service. 
This attitude leads to differential career opportunities for German speakers and members of the 
minority communities. The more German speakers are assigned to important projects, the more they 
continue to develop and improve their technical competencies and the more they become 
competent, thereby increasing their chances to climb the career ladder. Members of minority 
languages have fewer chances to be assigned attractive and valorising tasks. This hampers their 
career opportunities because they do not have the same chances to prove themselves to their 
superiors. Moreover, the fact that they need to do a great number of translations penalizes them in a 
double manner: on the one hand, they cannot focus on their work because in general translations are 
urgent or long. This way, they temporarily lose their technical competencies and the time to 
produce an original text in French is reduced. Thus, minority speakers (especially Italian speakers) 
have generally access to jobs requiring obligatorily the use of their language (dossiers concerning 
users speaking these languages or intended to cantons, etc.).  However, these jobs are considered as 
“secondary” as they do not hold decisional issues promoting career advancements. If the 
                                                 
5:  The speaking notes are discourses pronounced by the department leader, who reads out the text in his 
language; for urgent texts there is no time for translations, thus it is preferred to use the majority language. 
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directorship does not undertake active measures to prevent this mechanism, the dominance of 
German tends to increase. 
In sum, members of linguistic minorities are confronted to a doubly discriminatory mechanism: on 
the one hand, they write in another language in order to obtain interesting projects or to be sure to 
be understood, but their rights are not respected. On the other hand, they can write in their language, 
respecting these rules, but they are assigned to minor issues. 
The probability for Swiss Germans to become top executives reinforces this vicious circle. The 
more Swiss Germans become top executives, the less minority languages are used in original 
written production, the less competencies in these languages are necessary, the more member of 
linguistic minorities are hired for “secondary” posts. The next diagram summarizes our analysis. 
 
Graph 5: Vicious circle reducing written production in French and Italian in the FFA and in Italian in the FLO 
 
 
 
 
The process of written production can also be driven by a virtuous circle, even if this circle is not 
linear. German and French are used in the written production of the FLO and employees write in 
their native language. This virtuous circle augments the representation of French speakers and the 
French competencies of top executives. Especially the director of one unit of the office is 
particularly attentive to the promotion of multilingualism and insists that all important law projects 
must have two supervisors, a German and a French speaking jurist. For these projects, texts are 
conceived and produced at the same time in two languages and bilingual texts are frequent. This 
director considers that having bilingual teams is rewarding because the projects are more complete 
and take in consideration both cultural sensibilities. Projects are not assigned according to the 
collaborator’s language but of its technical competencies. Mixed teams can be created without 
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linguistic problems because all have good language skills. Sometimes, internal translations have to 
be done by French and German collaborators, but this proportion is quite equal for French or 
German collaborators: the French written production is not as weak as in the vicious circle. 
Therefore, career opportunities of French speakers are not hindered and they can develop the same 
technical competencies as German speakers. Consequently, there is not a clear predominance of 
German, even if this language is used more frequently because its members belong to the majority 
of the office. 
 
Graph 6: Virtuous circle promoting multilingual written processes in the FLO 
 
 
 
 
If it is true that this virtuous circle is present in the FLO, it does not characterise the majority of the 
units. The unit described above, where top executives create mixed teams for law projects, is an 
exception. In this unit, all law projects have two supervisors, one from each language community. 
In the other units, only very important projects have two supervisors. We have observed that all 
their other projects have only German speaking supervisors and when French speakers are in 
charge, they are always associated with a German jurist. This shows that the most important 
projects are assigned to German speakers. Thus, French can be excluded of the legislative process 
but German is systematically present. Italian seems to be permanently excluded: no legal project is 
supervised by an Italian speaker (or co-supervisor). These considerations show that German 
remains the dominant language also in an office where official multilingualism (at least German – 
French) is present; German is needed in all important issues. 
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Conclusions 
In this paper, we have set out to assess whether and how multilingual public administrations are 
characterised by tensions between the potentially conflicting goals of internal diversity (in our case 
in the field of multilingualism) and internal performance. Public administrations have to be efficient 
but at the same time representative of the official linguistic communities of the society. Thus, we 
have tried to understand how public administrations solve the tensions inherent to these goals. 
The three ideal typical models of multilingual organisational communication proposed by Patten 
(2001) – official multilingualism, language rationalization and language maintenance – have been 
useful to analyze this question because they conceptualise the tensions described above. The model 
of language rationalization emphasizes the tendency to reduce the languages in order to reduce costs 
(essentially of translations and work time) and to communicate more easily. This way, the accent is 
set on internal performance rather than trying to find solutions implying also internal diversity. 
Thus, public recognition of minority languages is not assured. The model of official multilingualism 
stresses the importance of this recognition and the equality of all official languages: public servants 
can use their native language (insofar as it is an official one) and minority languages have the same 
rights as majority ones (use at oral or written work, equal career opportunities, translations, etc.). 
Theoretically, the Swiss federal administration follows this model and guarantees recognition of the 
minority languages. The Federal Council has issued instructions with clear rules that have to be 
followed by the offices (see CF: 2003). However, there are no restrictive sanctions to directors who 
ignore them. 
Our empirical observations in two offices of the Swiss federal administration have shown that 
multilingual practices between public servants belonging to different language groups are 
characterised by tensions between internal performance and internal diversity, particularly during 
three main processes, i.e. recruitment processes, daily multilingual practices and the production of 
written documents. These tensions manifest themselves throughout vicious or virtuous circles, 
depending on whether they tend to official multilingualism or to language rationalization. The 
circles reinforce their viciousness when the model of language rationalization prevails. 
We have identified three variables constituting the starting point of these circles, determining their 
direction: the representation of linguistic minorities and their proportion among the staff, the 
linguistic competences of public servants and the attitudes of the directorship. 
A good representation corresponds to a sufficient critical mass of linguistic minorities using their 
language in the daily life of the office (in both written and oral work). On the contrary, a low 
representation tends to crush these languages and forces their members to use the dominant 
language. Further, good linguistic competencies are required for multilingual practices. Passive 
competences (i.e. comprehension of the other languages,) are essential and give the possibility to 
every person to use actively her mother language. The directorship of the office plays an important 
role as a promoter (or not) of multilingualism, because it takes the most important decisions of the 
office (including those concerning multilingualism), influencing attitudes and decisions adopted by 
the top executives. Thus, we have hypothesized that a representative directorship, whose members 
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have good linguistic competences, tends to take decisions promoting the model of official 
multilingualism, while a non-representative directorship, whose members have weak competencies 
of minority languages tends to adopt decisions supporting the model of language rationalization. 
A different combination of these three variables leads to the emergence of one of the two models of 
multilingual practices or to a combination of the two, determining the direction of the three circles. 
Furthermore, these tendencies are reinforced by an inertness of the process, which implies that 
habits, informal rules and procedures tend to reproduce automatically, with no particular actions 
undertaken by actors. This means that it is difficult to invert the process, because it has to be broken 
to allow new practices. 
In practice, FLO tends to official multilingualism and the FFA to language rationalization. Thus, the 
FFA emphasises internal performance and does not consider questions of diversity as important. 
Integration of the linguistic minorities is found difficult. The top executives of this office consider 
that prefect German skills are indispensable and these perceptions block official multilingualism. In 
the FLO the languages are mixed and considered as an internal feature of the office. Multilingual 
practices are the habit and French speakers are not discriminated. However, as in the FFA, the 
Italian speakers are systematically marginalized, notably because they are represented in such low 
numbers and because their colleagues have very weak linguistic competencies in Italian. Thus, the 
Italian speaking community is always discriminated: both offices have adopted the model of 
language rationalization with respect to their language. This shows that maintaining the model of 
official multilingualism needs great efforts, which have always to be sustained in order to maintain 
and to improve the situation (notably for Italian speakers). 
Thus, we can also conclude that formal rules are not sufficient to guarantee the model of official 
multilingualism, because offices can find alternative solutions to maintain language rationalization, 
notably in the context of these last years of budget and personnel restrictions. Informal rules, 
practices and strategies are very important in order to turn multilingualism into a routine, 
reproducing and maintaining itself in time. In that sense, symbolic efforts are more important than 
formal rules and a specific administrative culture open to the promotion of multilingualism is 
necessary to attain this objective. 
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